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Background: Secondary school teacher’s turnover is one of the problems bedeviling education sector 
in Katsina state. The sector can hardly be improved unless the situation is changed. To change the 
situation the stakeholders should focus on the need to enhance secondary school teacher’s satisfaction, 
commitment and empowerment.
Purpose: The study examines the influence of empowerment on turnover intention of teachers of 
public secondary schools in Katsina State Nigeria. In addition the study examines which dimension 
among the dimensions of empowerment best influences turnover intention of teachers of public 
secondary schools in Katsina state, Nigeria.
Methods: Empowerment and Turnover Intention questionnaires were used to get the needed data. 
Multiple regression analysis was used to analyze the data gathered using SPSS version 20.0. 
Results: The results show that the dimensions of empowerment significantly and negatively explain 
40% of variance of turnover intention. Additionally, among the dimensions of empowerment namely; 
perceived control, perceived competence and goal internalization, perceived competence makes the 
largest contribution followed by perceived control; beta -.35 and -.31 respectively.
Conclusion: the study establishes that empowerment significantly and negatively relates to turnover 
intention of teachers of public secondary schools in Katsina state Nigeria.
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1. Introduction
In Nigeria secondary education is regarded as 
education students acquire after successful completion 
of primary education. It comprises of junior secondary 
and senior secondary school of three years duration 
each.  Secondary education in Nigeria was designed 
to prepare the beneficiaries for meaningful leaving as 
well as opportunity for education of higher quality 
irrespective of their background (Federal Republic of 
Nigeria, 2004).
However, secondary education in Nigeria is 
bedeviled with a lot of challenges. These challenges 
include; overcrowded classrooms, lack of enough 
facilities, poor remuneration, teacher burnout, teacher 
turnover among others (Federal Republic of Nigeria, 
2004). Of all the challenges highlighted above, 
turnover seems to be the most difficult to address.  This 
is because of the cost involved in hiring a replacement 
to those that left the organization, training of the newly 
employed staff among others (Arshad & Puteh, 2015). 
To address some of these challenges especially turnover 
the few teachers available need to be motivated and 
empowered. This study therefore, intends to examine 
how empowerment relates to turnover intention of 
teachers of public secondary schools in Katsina state, 
Nigeria. The study come up with following research 
questions.
1. Does empowerment relates with turnover intention of 
teachers of public secondary in Katsina state, Nigeria? 
2. How well do the three dimensions of empowerment 
explain turnover intention of teachers of public 
secondary school in Katsina state, Nigeria?
2.  Literature Review
2.1. Turnover Intention
Turnover intention can be defined as individual’s 
intention to voluntarily quit the organization or 
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profession (Jha, 2009; Thiranagama, 2015). Similarly, 
(Belete, 2018) views turnover intention as a likelihood 
of a staff to leave the current job he is doing either 
voluntarily or involuntarily. In addition, turnover 
intention is regarded as pre-requisite of an employee 
to finally leave his job or organization (Belete, 2018). 
Stress and dissatisfaction have been identified as 
some of the reasons that trigger employees’ turnover 
intention (Arshad & Puteh, 2015).
2.2. Empowerment and Turnover Intention
Empowerment can be regarded as giving opportunities 
to the subordinates to air their views on issues that 
directly affect the smooth running of the organization 
in order to shape the goals of the organization and 
positively affect organizational outcomes (Renihan 
& Renihan, 1992; Menon, 2001). Additionally, 
(Ripley & Ripley, 1992) argue that empowerment has 
to do with giving members of the organization the 
leverage to approve and decide on issues that affect the 
organization, where such power is the prerogative of 
those at the helm of affairs. According to (Dee, Henkin 
& Duemer, 2002) empowerment can be viewed 
as impressions the subordinates have towards their 
organization not necessarily what the superordinate 
does to them.
 It is worth noting that giving employees power 
or leverage to air their views in decision making that 
affect the organization does not in any way means 
relinquishing power of the organization by the super 
ordinate to the empowered subordinate. Moreover, 
as stress by (Ripley & Ripley, 1992), it only alters 
and transforms the way that power is being practice 
in the organization. Empowerment is a multi-
dimensional construct (Short & Rinehart, 1992; 
Sprietzer, 1995; Menon, 2001). According to (Menon, 
2001), empowerment consists of three dimensions. 
These dimensions are; perceived control, perceived 
competence and goal internalization. Perceived control 
is regarded as beliefs about freedom in planning and 
execution of work, as well as relative freedom in 
authority and decision making. Perceived competence 
means feeling by individual that he can effectively 
discharges his scheduled responsibility and any other 
work that may crop up. Last but not the least, Goal 
internalization means cherishing and believing in the 
goals of the organization by the subordinate and his 
desire and readiness to see to its realization (Menon, 
2001).  
In their study (Ali, Huang, Ali & Li, 2017) found 
that empowerment relates negatively and significantly 
with turnover intention. In addition, (Yang & Lee, 
2009) in their study titled linking empowerment 
and job enrichment with turnover intention: The 
influence of job satisfaction reveal that empowerment 
significantly but indirectly relates to turnover 
intentions with job satisfaction as mediating variable. 
Similarly (Anil, 2019) in his study on employee 
empowerment and turnover intention found that 
empowerment relates negatively with turnover 
intention. In their meta-analysis study on antecedents 
of turnover intention in USA (Ozkan, Elci, Karabay, 
Kitapci & Garip, 2020) found that empowerment 
relates negatively and significantly with turnover 
intention. Base on the above theoretical arguments 
the following hypotheses were developed:
H1. There is significant negative relationship between 
empowerment and turnover intention among 
secondary school teachers in Katsina state, Nigeria.
H2. All the three dimensions of empowerment predict 
significantly and negatively Turnover Intentions of 
secondary school teachers in Katsina state, Nigeria.
3. Method of Data Collection and Analysis
3.1. Instruments Used in the Study
Two questionnaires were used in this study. These are: 
Empowerment Questionnaire (EQ) and Turnover 
Intention Questionnaire (TIQ). Both questionnaires 
were duly adapted by the researcher and were 
adopted from (Menon, 2001) and (Seashore, Lawler, 
Marvis & Cammmann, 1992) respectively. 
According to (Menon, 2001) empowerment has three 
dimensions, with three items each. The dimensions 
are; perceived control, perceived competence and 
goal internalization. Some of the items read thus, I 
have the authority to make decisions at work, I have 
the competence to do my work effectively, and I am 
enthusiastic about working towards the organization 
objective, for perceived control, perceived 
competence and goal internalization respectively. 
However, TI as argue by (Seashore, Lawler, Marvis & 
Cammmann, 1992) is uni-dimensional and has four 
items. Sample of the items was; you are very likely to 
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stay in this institution for the next five years. All the 
questionnaires were rated using Likert’s seven-point 
scale. The rating varies between Strongly Disagree 
(SD), equivalent to 1 point, to strongly agree (SA) 
with 7 points.
3.2. Sample
Four hundred questionnaires were distributed 
physically to teachers of public secondary schools 
in Katsina state, in order to collect the data 
required for the study. Three hundred and sixty 
four questionnaires were returned, while three 
hundred and fifty were used in the study. Fourteen 
questionnaires were excluded in the study because of 
some missing informations (Pallant, 2007). Of the 
three hundred and fifty respondents two hundred and 
eighty were male and seventy females representing 
80% and 20%, respectively. Regarding the age of 
the respondents one hundred and thirty are between 
20-30 years, one hundred and twenty between 31-
40 years and one hundred respondents are above 40 
years representing 37%, 34% and 29%, respectively. 
Similarly, one hundred respondents have 1-5 years’ 
experience as teachers.  Additionally, one hundred 
and seventy five respondents have 6-10 years teaching 
experience while, seventy five respondents have 
more than 11 years teaching experience equivalent 
to 29%, 50% and 21% respectively.
3.3. Data Analysis
Descriptive statistics and multiple regression were used 
for data analysis. Demographic data of the respondents 
was analyzed using descriptive statistics, while multiple 
regression was used to examine how independent 
variables and dependent variable relate. SPSS program 
was used for data analysis. 
4. Results of the Study
Table 1, highlights the correlations of the dimensions 
of empowerment (independent variable) and turnover 
intention (dependent variable). The dimensions of 
empowerment correlate substantially with turnover 
intention. The correlation ranges between -.424 
to -.566. In addition, the correlation between the 
dimensions of empowerment is reasonable and within 
the acceptable limit of < .7 (Pallant, 2007). 
Table 1: Correlations of the Variables of Study.






Total TI -540 -566 -424






Correlations of Variables of study p < .0001
To assess how three dimensions of empowerment 
(independent variable) predict Turnover Intention 
(Dependent Variable) multiple regression analysis 
was used. Result depicts that all the three dimensions 
of independent variable are predictors of dependent 
variable.  Forty percent of the variance of Turnover 
Intention (TI) was explained by the dimensions 
(F. 44.25) = 3,197 p .001. Thus, hypothesis one 
(H1) which states that there is significant negative 
relationship between empowerment and turnover 
intention among secondary school teachers in Katsina 
state is accepted.
Furthermore, the result reveals that among the 
dimensions of empowerment Perceived competence 
makes the largest unique contribution (beta = -.35), 
followed by perceived control (beta = -.31). But 
it is worth noting that goal internalization though 
explains TI (beta = -.09), the relationship is not 
statistically significant (p > .05). Thus, hypothesis 
two (H2) which says that all the three dimensions 
of empowerment significantly and negatively 
predicts TI among secondary teachers in Katsina 
state is rejected, as only two dimensions significantly 
predicts TI.
Table 2: F test value and Regression Coefficients for TI.
Variable(s) B SE Beta Sign. F R2
Turnover 
Intention





-1.194 263 -307 .000
Perceived 
Competence
-1.448 291 -352 .000
Goal 
Internalization
-451 341 -090 .187
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Discussion
This study examines how teachers’ empowerment 
relates with turnover intention in public secondary 
schools in Katsina state Nigeria. The following research 
hypotheses were postulated to guide the study:
H1 Teachers’ empowerment relates significantly and 
negatively with turnover intentions in public secondary 
school in Katsina state
H2. Dimensions of empowerment significantly and 
negatively predict Turnover Intentions of teachers of 
public secondary schools in Katsina state.
Correlation of the variables used in the study 
were highlighted in Table 1. The dimensions 
of empowerment; perceived control, perceived 
competence and goal internalization correlate 
substantially with turnover intention (-.540, -.566 
and -.424) respectively. Moreover the correlation 
between the dimensions of empowerment is 
reasonable, acceptable and within the threshold point 
of < .7 (Pallant, 2007).
Additionally, the results show that the dimensions 
of independent variable predict dependent variable 
(R- Square .40). This result supports hypothesis one 
(H1) which says that Teachers’ empowerment relates 
significantly and negatively with turnover intentions in 
public secondary school in Katsina state. Additionally, 
perceived competence and perceived control predict 
turnover intention better (beta = -.35 and -.31, 
p .000) respectively. However, goal internalization 
through predicts TI (beta = - .09) but, the 
relationship is not statistically significant (p > .05). 
Thus, hypothesis two which states that; Dimensions 
of empowerment significantly and negatively predict 
Turnover Intentions of teachers of public secondary 
schools in Katsina state is rejected. The results 
concur with similar studies (Yang & Lee, 2009; Ali, 
Huang, Ali & Li, 2017; Anil, 2019) who found that 
empowerment relates significantly and negatively with 
turnover intention. 
The study has both practical and theoretical 
implication. It shows that turnover intention can be 
minimized if teachers are empowered. Principals, vice 
principals and other stakeholders can enhance teachers 
empowerment by given them relative autonomy in 
their day to day activities as well as involving them 
in decision making that directly affect their work. 
Furthermore, the results will be useful to the scholars, 
as little or no research was earlier conducted to examine 
how teacher’s empowerment relates with with turnover 
intention among teachers of public secondary schools 
in Nigeria in general and Katsina state in particular.
6. Limitations
The results of this study could not be generalized to 
all secondary schools in Katsina state, Nigeria, because 
only public secondary schools were used. Similar study 
should be conducted to private secondary schools in 
the state before generalization.
Conclusion
The study examines how empowerment relates to 
turnover intention of teachers of public secondary 
school in Katsina state, Nigeria. Additionally, it 
assesses the contribution of each of the empowerment 
dimensions to the prediction of turnover intention. 
The study establishes that empowerment significantly 
and negatively relates to turnover intention (R- Square 
.40). However, only two out of three dimensions of 
empowerment significantly and negatively predicts 
turnover intention as shown in Table 2. Consequently, 
the study accepts hypothesis one and rejects hypothesis 
two accordingly.
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